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Introduction 
The term "stress'' has been given various definitions 
and is most often defined as any influence which disturbs 
the natural equilibrium of the body. McGrath (1976) de-
f.in-es stress potential when the environmental situation is 
perceived as presenting a demand which threatens to exceed 
the person's capabilities and resources for meeting itr 
under conditions where he expects a substantial dif feren-
tial in rewards and costs from meeting or not meeting the 
demand. 
Stress has been studied for many years. In fact, 
Hippocrates, twenty-four centuries ago, recognized that 
disease was not only the suffering of the body but also a 
kind of stress in the body's fight to restore itself to 
its own prior natural healthy state. Modern-day research-
ers have concentrated largely on man's environment and how 
it may increase stress, both physiologically and psycho-
logically. 
How stressors are perceived psychologically by the 
individual may be largely responsible for the onset of 
stress. Physiological and psychological reactions may re-
sult. In other words, how the individual appraises envi-
ronmental events and situations may be directly related to 
a stress induced reaction. A situation perceived as 
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non-stressful by one individual will not necessarily be 
perceived as non-stressful by all individuals (Ainsworth, 
1958). 
Actual experienced environmental events, such as the 
loss of a job, may result in stress. In addition, the ex-
pectation of such an event may result in a stress-induced 
reaction as wello Thus, response to stressors are deter 
mined by the degree to which the event is seen as harmful, 
challenging or threatening (Lazarus, 1966) o 
There is literature to substantiate that stress may 
come from several classes of environmental factors. Some 
stressors such as natural disasters and relocation, may 
effect large numbers of people. Another category may corn-
prise those events which probably happen to everyone in 
the course of a lifetime, but at different times. An ex-
ample of this type of stressor would be death or illness 
of a loved one, or other significant loss. This category 
effects fewer people at one time but also challenges 
adaptive abilities (Baum, Singer, & Baum, 1981). 
Baum? Singer and Baum (1981) recently studied Lazarus 
and Cohen's theory of a class of stressors known as "daily 
hassles." These stressors are usually chronic and repre-
sent problems encountered in daily life. Included in this 
group would be the "hassles" that relate to the job 
Walter B. Cannon (1967) maintained that the living 
being strives to maintain a constancy or a homeostasis 
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This striving results in the propensity of human beings to 
adapt or adopt coping mechanisms to r~d themse lves of 
stress~ Individuals have varied ways of carrying out this 
coping process .. 
Individuals may use mechanisms which deal with the 
stress-inducing situation in a manner which reduces the 
stress. However, the coping process may not attack the 
problem at its source; thus it will have little or no 
effect on the reduction of stress. Students working to-
wards doctoral examinations have been shown to exhibit 
aggressiveness as a form of coping. Whether or not this 
form of coping is actually useful in reducing the stress 
depends on whether or not the aggression attacks the source 
of the problemo 
Lazarus (1966) cites escape as another means of cop-
ing with stress. Other mechanisms include hope lessness and 
helplessness (Seligman, 1975). These syndromes result when 
the individual is either unable, perceptually or in real-
ity, to cope with the stress or lacks the opportunity to 
copeo An example of this would be an animal being re-
strained in cold water. The restrained animal would lack 
the opportunity to swim to warmth and safety. 
Stress can be measured in the laboratory . Laboratory 
experiments have limi ted generalizability to the outside 
world. Therefore 7 where stress-moderating variables may 
be applicable in the laboratory, such as support in a 
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fearful situation, these findings may o r may not be appli-
cable in the real world outside the laboratory. 
On the other hand, actual field o b s e r vations , wh ere 
sustained physiological disorders result from stress-in-
duced events, are more likely to generalize to other 
situations o In field studies, people can be studied while 
actually experiencing the stress situation ; t hus these 
findings a r e more likely to be gener al i zable t o other like 
situationse 
Seyle (1956) advanced the theory o f a General Adapta-
tion Syndrome (G. A. S.) as a stress re s po n s eo He ex-
pressed by t his theory the belief that wh i l e stres sors are 
constitutionally different, they all r esul t in the same 
physiologic al arousal in the organism o He maintained that 
pleasant a s well as unpleasant events c a n result in stress 
and thus t h e same biological response o He p os tulates that 
the Go Ao So consists of three stages: the alarm reaction, 
a state of resistance, and the stage o f exhaustion. The 
animal becomes aroused and responds phy s iologically to the 
stressor ; n e x t, adaptation occurs and arousal drops to 
near normal ; however, if the stre ssor is not removed, ex-
haustion r esults . Symptoms in this final stage resemble 
those of t he a l a rm reaction. This l ast stage was indica-
tive of a comp lete breakdown of the s y s tem where coping is 
no longer possib l e o Sey le's studies with laboratory 
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animals found that this pattern was followed repeatedly. 
Seyle's theory is not universally accepted and is re-
futed by some scientists who favor a more specific pat-
terning of endocri ne responses to different stressors . 
However, others in addition to S.eyle have found virtually 
no difference in the response to psychological stress and 
actual direct assault on body tissue. Emotional stress , 
as well# has been found to display the same pattern of 
arousal. 
Going back to the category of stress labeled as 
11 daily hassles" will lead to further investigation of a 
particular facet of that category: more specifical ly, 
stresses encountered by the worker at his place of em-
ployment. The impact of environmental stressors such as 
temperaturer humidity, noise and vibrations al l fall into 
this category<> Other work-related stressors can be de-
fined as physical , psychological, and of long or short 
duration_ 
Demands arise from the physical environment and from 
factors inherent in work itself. Demands also arise from 
the psychosocial environment. It i s in this psychosocial 
environment that the concept of roles begin. The word 
"roleu ~s borrowed directly from the theatrical term 
Roles are attributable to certain bahaviors rather than 
to the individual o Roles are norms that apply to 
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groups of people. Each individuai plays mo re than one 
role o However~ when one employee is asked or expected t o 
fu l fill two or more conflicting roles, r ole c onflict r e -
su l tso This i s dysfunctional for the indi v i d ual and for 
the organizationo Likewise, another d y sfunct i onal result 
f or t h e individual and t he organization r esults when a 
role player is asked or expected to carry o u t his role 
with no def i nition as to what that role compri s e s e Th i s 
situation results in role ambiguity. I f an employee 's 
p r ofession, occupation, or work result s in r ole conflict 
or role ambiguity, research indicates myr i a d adverse work-
related outcomes (Kahn, Wolfe, Quinn 1 Sn oek, & Rosenth al, 
1964; Lyonsr 1971; House & Rizzo, 1972; I vance vich & 
Donnelly, 1974; Organ & Green, 1974) . 
If an extremely noxious situation is created in 
work environment by stress, which is a ntagonistic to mo s t 
employees, v arious major psychological t heories (e.g., 
fi eld theory , b~lance theory, and reinforcement theory) 
can be used t o show that the individual employee will try 
to avoid t hese antagonistic or aversive s ituations. If 
t h e individual finds his work situation a n tagonistic or 
aversive, he will try to avoid it by d i s playing withdrawal 
behaviors such as tardiness, absentee ism or by leaving the 
organizat i on o 
The function of t he present research will be to 
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determine if perceived stress as defined by role conflict 
and role ambiguity result in an increase in employee with-
drawal (Gupta & Beehr, 1979). More specifically, the 
question to be answered ~ill be, Do role conflict and role 
ambiguity encountered in the work environment have a re-
lationship to absenteeism? Additionally, the variable of 
job tenure will be taken into consideration in the present 
study ,. 
Role Conflict and Absenteeism 
Kahn et al. (1964) defined role conflict as the de-
gree of incongruity and incompatibility of expectations 
associated with the role, where congruency and compatibil-
ity is judged relative to a set of standards or conditions 
which impinge upon role performance. 
Research indicates direct re l ationships between the 
degree of role conflict a focal person experiences on the 
job and various negatively related job outcomes. These 
outcomes include job-related tensions and anxiety, job 
dissatisfaction, futility, propensity to withdraw, lack of 
confidence in the organization, inability to influence de-
cision mak i ng, and unfavorable attitude s toward role send-
ers (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964; Rizzo, 
House, & Lirtzman,. 1970; Tosi, 1971; House & Rizzo, 1972, 
Miles & Perreault, 1976}. 
Kahn et al (1964) postulated such concepts as 
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person-role conflict, interrole conflict and intrasender 
conflict. These concepts are supported by House and Rizzo 
(1972) who have devised an operational scale and defini-
tion for these measurements. House and Rizzo assume role 
conflict serves as an intervening variable made up of sev-
eral facets. They propose the following definitions of 
Kahn's concepts: 
lo Person role conflict - the extent to which role 
expectations are incongruent with the orientations or 
values of the role occupant. 
2. Intersender con£lict the extent to which two or 
more role expectations from one role sender oppose those 
from one or more other role senders. 
3. Intrasender conflict - the extent t o which two or 
more role expectations from a single role sender are mutu-
a lly incompatible. 
4. Overload - the extent to which the various role 
expectations conununicated to a role occupant exceed the 
amount of time and resources available for their accom-
plishment. 
Thus, individuals in different roles may experience 
equivalent degrees of conflict from different sources and 
specific types of conflict may be different. 
The focal person's internal standards or values, as 
well as time, resources or capabilit ies, may serve to 
moderate the degree of "felt role conflict" for the 
individualo Not all workers respond negatively to role 
conflict~ Evidence indicates that different types of 
workers respond to role conflict in different ways (Kahn 
et ala, 1964; Lyonsp 1971; Johnson & Stinson, 1975; 
Nicholson 1 Brown, & Chadwick-Jones, 1977) 0 The person-
ality of the focal person may modify relationships (Kahn 
et al., 1964; Lyons, 1971; Ivancevich & Donnelly, 1974, 
Kyriacou & Sutcliffe, 1978). 
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Workers suffering from inner conflict which results 
from the process of trying to obtain two incompatible 
goals, when neither goal can be obtained without foregoing 
the other, develop certain defenses. Contradictory role 
expectations can lead to role conflict and an increase in 
frustration, anxiety, and psychosomatic illness. Frustra-
tion also leads to withdrawal from responsibility and to 
higher absenteeism rates. 
It has been found that high levels of stress are re-
lated to employee absenteeism (Melbin, 1961). If the in-
dividual experiences high anxiety and tension levels, it 
appears highly likely that he would look for an excuse to 
avoid coming to worko By using such coping mechanisms as 
psychosomatic illnesses, the worker would avoid the stress 
by being absent because of the illness. 
Additional reasons for role conflict being responsi-
ble for higher absenteeism rates is that conflict seems to 
·ncrease the association with poor interpersonal 
relationships between colleagues. It also probably de-
creases a liking for one's colleagueso This would no 
doubt mitigate any influence that the prospect of social 
interaction on the job might have in inducing the worker 
to want to come to work. Conflict has also been related 
to actual physiological change. 
Role c~nflict# while generally seen as aversive by 
most role occupants, may be differentially moderated for 
the individual role occupant by intervening variables. 
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One must take into consideration not only the duration and 
intensity of the stressor but also the intra-individual 
factors in the stressed subject to get a true picture of 
the stress situation. 
Lower level jobs such as assembly line jobs are 
characterized by high levels of stress. Lower level jobs 
usually emcompass roles that are more clearly defined, but 
it is highly likely they will experience conflicting role 
demands from others (Hamner & Tosi, 1974). Thus, these 
lower level employees, perhaps lacking skills or experi-
ence (tenure) to seek different employment, will withdraw 
Reluctance to leave the organizat ion because of these 
reasons could result accordingly in the display of with-
drawal in the form of higher absenteeism rather than turn-
overo 
Factors in the environment also serve to modify, 
-
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moderate or intensify the degree of role conflict per-
ceived by the role incumbent. Organizational complexity, 
size 7 and climate can each result in external demands or 
st·mulus factors perceived as undesirable (McGrath, 1976; 
Friendlander & Margulis, 1969). Oftentimes in complex 
and/or large organizations, the individual may get lost in 
the organizational structure and lose his individual ism 
He may feel, as a result, that he has no stake in the 
organizational goals. Thus, there is no feeling of being 
a part of the organization. The individual cannot count 
on the organization to be concerned with his welfare. 
This can result in a stressful situation for the individu-
al. 
Supervisory relationships have been found to corre-
late with measures of leadership and organizat ional prac-
tices and the degree of experienced role conflict (House 
& Rizzo, 1972). Supervisory behavior has been identified 
as both a stressor and as a moderator of stress (Kaplan, 
1959). 
It quickly becomes intuitively evident, and is demon-
strated by theory as well, that the individual must be 
suited to his work environment and that the work environ-
ment must be suited to the individual if conflict is to 
be avoided in relation to the individual and his job ad-
justment. 
It is worthwhile to keep in mind that analogous to 
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the findings that role conflict can be moderated for the 
individual by internal and external factors, the degree of 
detrimental consequences sustained by the organization may 
likewise be moderated by the form of withdrawal used by 
the employeeo Therefore, it could conceivably be health-
ier for the organization to experience a higher rate of 
absenteeism than to have a high degree of turnover This 
permission to withdraw and have a ·•mental heal th" day 
would allow the worker a temporary respite from the con-
flict found on the job. 
Research relating role conflict to absenteeism has 
been sparse and somewhat contradictory. Stress and job 
dissatisfaction have been shown to correlate positively 
{Lyons, 1971). However, there are studies which argue that 
job dissatisfaction does not relate to withdrawal, especi-
ally absenteeism {Nicholson, Brown, & Chadwick-Jones, 
1976)0 Contrary to those findings, other research has in-
dicated that there is indeed a relationship between stress 
and withdrawal or, more particularly, absenteeism 
(Talacchiv 1960; Hulin, 1968; Waters & Roach, 1971). 
As in any research, there are inherent problems of 
measurements that must be worked through in studies whose 
purpose is to measure absenteeism (Chadwick-Jones, Brown, 
Nicholson, & Shepherd, 1971; Macy & Mervis, 1976; Cascio, 
1976; Nicholson, Brown, & Chadwick-Jones, 1977) This of 
course leads to difficulty in generalizing from one study 
to another and in replication. 
The approach used in the present investigation will 
be to predict absenteeism from demographic data, tenure, 
and from stress; more specifically, role conflict as a 
variable that contribtues to absenteeism. 
Role Ambiguity and Absenteeism 
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Kahn et al. (1964) defines role ambiguity as lack of 
clarity and predictability of the outcome of one's behav-
ior. 
Experimental studies have found that role ambiguity 
negatively affects efficiency when members did not know 
what roles they were to perform~ Evidence from this same 
laboratory study indicated that role ambiguity reduced 
group satisfaction of the experience and increased the 
hostility level of the group over that of a control group. 
Field studies tend to agree with this finding and relate 
role ambiguity to a host of undesirable job-related out-
comes (Kahn, W6lfe, Quinn, Snoek, & Rosenthal, 1964; 
Lyons, 1971; House & Rizzo, 1972; Ivancevich & Donnelly, 
1974; Organ & Green, 1974) o 
Kahnis (1964) theory of roles states that role am-
biguity results when necessary information is not given 
for a particular organizational position. People are more 
satisfied and effective under specific performance goals 
than under the more ambigious task to "do your best." 
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Role incumbents who experience role ambiguity will 
reso~t to coping behavior and solve the problem by using 
defense mechanismso These defenses distort the reality of 
the s~tuation; thus, role ambiguity will increase role 
dissatisfaction, tension and anxiety. The incumbent will 
also perform less efficiently. 
Role ambiguity will result if the individual feels he 
receives less information than he would like to have. 
This also results in a feeling of threat for the role in-
cumbent (Wispe & Thayer, 1957). Workers who have a high 
need for cognition will likely experience more role am-
biguity than those who have a lower need (Kahn et al., 
196 4) "' 
Role ambiguity, like most other variablesi is a two-
sided coin.. Large numbers 0£ individuals desire autonomy 
and responsibility.. If a job demands more autonomy than 
the incumbent desires or his ability allows, role ambiguity 
will resulto The other side of the coin would be to cau-
tion against structuring a job to the point that it be-
comes unbearable.. Like role conflict, role ambiguity can 
be moderated or exacerbated by personal characteristics 
and needs of the role incumbe,nt o · 
Environmental or organizational variables affect the 
degree of perceived role ambiguity 
19 BO) .. In this reg.!3-rd, Kahn et al. 
(Spencer & Steers, 
(1964) suggests three 
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general organizational conditions which are s ignificant 
contributors to role ambiguity: organizational complexity, 
rapid organizational change, and managerial philosophies 
about communication. 
Role ambiguity has been found to be stressful in the 
upper organizational levels (Hamner & Tosi, 1974; Brief & 
Aldag, 1976; Drory, 1981). Individuals in upper-level 
managerial positions face major ambigious role definitions 
in the form of solving unstructured problems and operating 
under little clarity (Szilagyi, 1977; Szilagyi, Sims, & 
Keller, 1976) o High-level employees not only have respon-
sibility for their personal well-being and satisfaction, 
but they also must be concerned with the well-being of 
subordinates and others. This situation appears to carry 
a great health risk for the role incumbents. One such 
group is air traffic controllers. This group must seek 
personal job satisfaction. Also, they must be concerned 
with the safety of a large segment of the population. This 
considerable responsibility results in high levels of role 
ambiguity (Hurst & Rose, 1978). 
It appears evident that highly responsible positions 
often result in high degrees of role ambiguityo This re-
sults in significant increases of psychosomatic illness 
for the role incumbento 
Employees in higher levels of the organizational 
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hierarchy usually possess higher education, such as a col-
lege degree; command a higher salary and have greater 
freedom of action. This freedom of action is characteriz-
ed by a high degree of autonomy. The employee feels per-
sonally responsib~e for his worko An enriched job of this 
nature has been found to decrease stress (Hackman & 
Lawler, 1971; Abdel-Hamlin, 1978) o However, in instances 
where the employee is given more autonomy than he can han-
dle, an inverse relationship may occuro A direct rela-
tionship exists between the amount of autonomy and 
responsibility allowed on a job and absenteeism. Employees 
in this type of job are more free to manifest the results 
of role ambiguity in the form of psychological absence 
Psychological absence may result when the employee absen-
ces himself from the workplace by playing golf with a 
client during working hours or by attending a three-hour 
executive lunch. While this type of activity is generally 
accepted by the organization from higher level employees, 
it is none the less a form of absenteeism from the job 
that can be utilized by the employee to reduce stress 
Older, more tenured employees expect certain perquisites 
because of seniority. They expect that behavior that would 
be unacceptable for others will be accepted for them be-
cause of their length of service {Hill & Trist, 1955; 
Nicholson et al.# 1~76; Nicholson, Brown, & Chadwick-Jones, 
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1977). 1There appears to be no short-order method of de-
creasing role ambiguityo A fine line exists between too 
much autonomy and not enough. 
A paradox exists for highly skilled, high longevity 
employeeso An individual in this position who is exper-
iencing role ambiguity may be unable to withdraw by leaving 
the organization.. This individual may resor t to being 
absent surreptitiouslye By indulging in the aforemention-
ed "public relations 11 golf game or the three-hour lunch, 
the employee exhibits an acceptable form of absence. This 
type of absence is of course difficult if not impossible 
to measureo However, it may be a disguise for the mani-
festation of the withdrawal behavior for the employee. 
It is prudent to recall that organization and indivi-
dual must be suited to each other.. Otherwise ,., the organi-
zation and/or the individual will not progress satisfact-
orily o A symbiotic relationship must exist, a sort of 
symbolic balancee This balance will result in benefit to 
both employee and employero 
Evidence adduced from this study will be used to ex-
amine the relationship, if anyr between role ambiguity and 
absenteeismo An ancillary investigation will look at the 
effects of the length of time employed in the current or 
similar positiono This study will seek to establish a 
relationship between the independent variable of role 
ambiguity and the dependen t variable of absen teeism . 
Absenteeism 
This study will look at any reason the employee is 
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' n o t at work on a voluntary basis. Th~s will i nc l ud e ill-
nesses, personal reasons, and mental health day s . Exc l ud-
e d will be scheduled vacations, holidays, jury duty, work-
shops, and any other condition where the employee i s not 
expected to be present by the employer. Because o f the 
various reasons for non-attendance on any given work day, 
absenteeism is difficult to measure. 
Frequency of absence has been used in man y studie s . 
Frequency of absence counts only each incidence o f a bsen c e. 
If an employee is absent on three consecutive days, it i s 
counied as only one incidence of absence. If an e mploy e e 
is absent from work only one day and returns t he n e xt d a y , 
it is also counted as one incidence of absenceo Tota l 
number of absences simply counts the total number of days 
an employee is pot present at work. These and other meth-
ods used in record i ng absences have led to v ar ied re s ults 
in research .. 
Psychological withdrawal or absence is n e arly imposs-
bile to measure o While the employee may be p h ysically 
present, his job may not get done or at leas t n o t get done 
satisfactorilyo This results in lost revenue and product-
ivity for the organjzatione 
An additional stumbling block in the information 
postulated regarding employee absenteeism has been ex-
trapolated from information gathered regarding turnover. 
Many researchers maintain that this is simply the same 
behavior but further down the continuum. This continuum 
starts with tardiness, then moves on to absenteeism, and 
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finally to turnovero This continuum may not be justified 
in fact from empirical investigation. 
Cross-sectional studies show an inverse relationship 
between job tenure and absence. Both male and females 
with short service show a consistent pattern of high ab-
sences, especially avoidable absences. An unreplicated 
study by Hill and Trist (1955) supports the opposi te 
hypothesis. This study found that job tenure resulted in 
increased absenceo 
Other things being equal, if an employee enjoys his 
work and the tasks that characterize his job , one would 
expect the employee to have a strong desire to come to 
work (Porter & Steers, 1973; Hackman & Lawler, 1971; 
Newman , 1 9 7 4 ) o 
When considering attendance, one must take into con-
sideration both the motivation and the ability to come to 
work (Steers & Rhodes, 1978). Beehr (1978) found a re-
lationship between role stress and general health. Poor 
health because of s~ress would render it difficult for the 
? 
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employee to come to work. Regardless of the reason for 
absence, the average employee in the United States l o s es 
S ol days of work per year5 
The end result of absent eeism is always the s ame: 
days or hours lost to the organization because t h e employee 
i s not in attendanceo A covert result, as previ ous ly men-
t ioned, might be a decrease in turnovere An occas ional 
absence may help to avoid turnovere Turnover has been 
found to have more deleterious results for the o r ganization 
(Steers & Rhodes, 1978). 
Porter and Steers (1973) argued that t he d ifference 
in turnover and absence as a form of withdrawal i s as 
follows .: 
·10 Negative consequences for employee absen tee ism i s 
le s s than for turnover. 
2o Absence is spontaneous and an easy decisio no 
3o Absence is a substitute for turnover when alter 
nate forms of employment are unavailable. 
Absenteeism may or may not be as detrimental to the 
organiz,.ation as other forms of withdrawal .. I t is nonethe-
less a real problem with serious consequences (Porter & 
Steers, 1973; Morgan & Hermanf 1976). It disrupt s sc hed-
ules, makes overstaffing a necessity, a n d creates addition-
al avoidable increases ~n manpower costs and production. 
When an employee is absent on a schedul·ed work d a y , the 
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organization must supply a substitute or delay completion 
of the tasks previously scheduled to be completed by t h e 
employee during his period of absence. 
costly to the organization. 
Either solut i on is 
Frequency of absences appears to be a better mea s ure 
than durat i on wi thin the psy chological f ramework (Huse & 
Taylo:r, 1962; Nicholson, Brown, & Chadwick- Jone s , 19 7 6; 
Macy & Mervisy 1976). One- day absences are suppos ed to be 
voluntary or non- sickness absences. These shor t - term ab-
sences appear to be more likely to express worker a l iena-
tion~ Total number o f days absent may be the same for two 
workers .. One worker may show ten consecutive days of ab-
sence. This worker most likely was absent due t o il l ness . 
The worker who has ten days of absence spread throughout 
the year in one- day intervals is most likely not i ll. In 
1972, short-term absences resulted in 43.8 million hours 
of lost work time (Hedgesy 1973). 
Problems in past studies on absen tee i sm have arisen 
due to incorrect methods of measurement criteria (Cheloha 
& Farr, 1980) . The results of studies and t h e conclusions 
drawn by the experimenter may be affe cted by the method of 
measurement of absences . Because so man y variables affect 
absences, prob l ems ar i se. It is nearl~ impo ssible to 
separate voluntary from i n v oluntary absen c e s . Considera-
tion must be given to indogenous and exogen o u s factors. 
In addition, the best measures of absence has not been 
decided upon. A great need exists for a heuristic solu-
tion to this problem. 
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Millions of dollars lost each year make it necessary 
to further research absenteeism, its causes and cures 
Thereforev this study will look at the aspect of absence 
in relation to role conflict and role ambiguity on the 
hypothesis that reduction in the one will result in re-
duction of the other. 
Purpose 
Job tenure will be measured in the expectation based 
on Selye's (1956) theory of the G. A. Se reaction~ This 
expectation will be that long-tenured and short-tenured 
employees will experience the highest levels of stress 
and, in consequencev higher levels of withdrawal in the 
form of absenteeismo 
As perceived role conflict and role ambiguity in-
crease, absenteeism will also increase9 This increase in 
role conflict and role ambiguity will be a result of the 
stress of adaptation experienced by the subjects. 
Job tenure will be measured in the expectation that 
it will interact with perceived role conflict and role 
ambiguity to produce varying levels of absenteeism. 
Those subjects with high levels of perceived role conflict 
and role ambiguity will experience higher levels of 
absenteeism than those subjects not experiencing these 
perceived stressors to the same high degree. 
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Job tenure will be measured in the expectation based 
on Seyle's (1956) theory of the G. A. S. reaction and on 
the literature presented thus far. This theory of the 
three stages of the stress reaction will be used to ex-
plain the effect of tenure on the dependent variable, 
absenteeismo 
As in the initial stage of the G. A. S. reaction, 
early or inexperienced subjects w111 react to their per-
ceived job stress with an alarm reaction. The manif es-
tation of this alarm reaction will result in a higher in-
cidence of absenteeism. Because the subject has not yet 
learned coping mechanisms to deal with the physiological 
or psychological stress reaction, he will make an attempt 
to withdraw from t he noxious situation. 
This reaction would be in line with Selye's (1956) 
contention that the initial stages of the stress reaction 
results in the body sending out an alarmo This alarm will 
result in a higher rate of perceived job role conflict and 
ambiguity and# consequently, a higher rate of absenteeism. 
This subject will display higher absenteeism rates than 
will occur later in the subject's career as the subject 
learns to adapt to the situation. 
Subjects in the middle stages of the tenure continuum 
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will cease to display an alarm reaction to the stress of 
role conflict and role ambiguity. By this time, the sub-
ject will have adopted coping mechanisms. The physiologi-
cal and psychological reaction to stress will return to 
near normalo Therefore, the subject will have less need 
to withdraw as perceived stress will diminisho Addition-
ally, subjects in the middle tenure group will have gone 
through a "weeding out" process whereby the majority of 
those subjects who could not adapt to the stress will have 
withdrawn completely from the noxious situation by leav-
ing the organizat i on. 
While in the adaptation phase of the G. Ao S. syn-
drome, the subjects will experience less perceived stress 
in the form of role conflict and role ambiguity.. Con-
sequently, they will have less need to avoid the situation 
by being absent from worko This will result in a lower 
rate of absenteeism than is displayed by either the in-
experienced subjects or by subj e cts with many years of 
experience. 
Finally~ subjects with the highest degree of job ex-
perience will go into the third stage of the Go A. S.: 
the stage of exhaustion. Many years of maintaining cop-
ing mechanisms will result in exhaustion. The subject 
will then begin to experience high levels of perceived 
stress as in the initial stages of the alarm reaction 
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Again~ the manifestation of the exhaustion s t a g e of the 
reaction will result in a high incidence of absen t eeism. 
Because the subject is exhausted from years o f coping, he 
wi l l no longer be able to deal with the physio l o g i cal and 
psychological stress reaction and wil l dis p l ay h i gher rates 
of absenteeism by making an effort to withdraw . 
This reaction would be i n line with Sely e's (1956) 
contention that the final s t age of the stress reaction re-
sults in the body becoming exhausted9 This exhaust ion will 
result in a high ra~e of perceived stress which wil l in-
crease absenteeism rates over those that had been ex-
perienced by the subject earlier in his career during the 
adaptation stage. 
On the basis of the l iterature presented t hus far, 
the main purpose of the present study was to dete r mi ne 
whether differences in perceived role conflict a nd role 
ambiguity and job tenure a re associated wi th differences 
in absenteeism. 
The following hypotheses were tested: 
Stress leads to absenteeism , role conflict leads to 
stress, and therefore should l ead to a bsentee ism. 
1. (a) A statist ica lly significant o v era l l difference 
in absenteeism wi ll be f o u nd a mong t he two groups with 
different levels of perceived r ole conflict intensity and 
a lso among the t hree gro up s wi t h d i f f e r en t levels of 
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tenure. Both main effects will be statistically signifi-
c ant at .E. < o 0 5 • 
(b) Workers in the low tenure group (1-7 years) 
and workers in the high tenure group (14+ years) will have 
a significantly higher incidence of role conflict than 
workers in the middle tenure group (7-14 years) at the 
£ <.os level of significance. 
Stress leads to absenteeism, role ambiguity leads to 
stress and therefore should lead to absenteeism. 
2. (a) A statistically significant overall difference 
in absenteeism will be found among the two groups with 
different levels of perceived role ambiguity intensity and 
also among the three groups with different levels of ten-
ure. Both main effects will be statistically significant 
at £ < • 05. 
(b) Workers in the low tenure group (1-7 years) 
and workers in the high tenure gr0up (14+ years) will have 
a significantly higher incidence of role ambiguity than 
workers in the middle tenure group (7-14 years) at the 
.E. ~ .. 05 level of significance. 
Method 
Sample 
Data for 75 teachers presently employed by a local 
school district were obtained~ Participants took part in 
the study on a voluntary basis. Data were gathered from 
thirteen (13) different schools. Participating schools 
were from the elementary (8), middle (2) , and high school 
(3) levels. This widespread diversity of subjects was used 
in an effort to minimize any possibility of sampling bias 
A preliminary letter was sent through the school courier 
system, w~th permission from the superintendent of schools. 
This preliminary letter was to apprize all principals in 
the school district of the upcoming study.. It also contain-
ed a permission form for principals to sign, giving their 
permission to have their faculty take part, on a voluntary 
basis. 
Schools that responded positively to the request that 
their faculty take part in the study were forwarded a self-
administered questionnaire for each faculty member. This 
self-administered questionnaire was distributed to those 
faculty members desiring to participate. Included with the 
questionnaires were self-addressed, stamped env,elopes with 
instructions that they be returned within five days. 
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Questionnaire 
The questionnaire used consisted of two (2) parts 
(see appendix) o Part I was a demographic worksheet. 
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Social security numbers were used in place of names to in-
sure anonymityo This demographic worksheet requested in-
formation regarding sex of respondent, number of years in 
teaching· and a self-report of number and cause of absences. 
Part II was a questionnaire consisting of 24 items de-
signed to measure role conflict and role ambiguity (Rizzo, 
House, & Lirtzman, 1970). The measure included 13 items 
designed to tap role conflict and 11 items designed to tap 
role ambiguityo , These items represented the 24 items 
which had the highest factor loadings from the original 
scale of 30 itemso Items that showed a lower factor load-
ing weight than .30 according to Rizzo, House and Lirtzman's 
validated questionnaire were deleted. Realibilities for the 
measure have been found on the original scale of .816 to 
.820 for role conflict and .780 to .808 for role ambiguity. 
They report an intercorrelation between the two role mea-
sures for one sample of 025 (.£ < .05), comprised of 200 sub-
jects and for another sample of .01, comprised of 400 sub-
jects. 
Subjects were asked to answer each question on a seven 
(7) point likert scale ranging from very true to very false. 
They were asked to use their personal perceptions of their 
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present jobo Scores were summed for each individual f ac-
tor and dichotomized to yield an upper and lower group for 
role conflict and role ambiguity. Scores from the question-
naire were dichotomized at the mean for the two variables 
of role conflict and role ambiguity. Those scores at or 
above the mean on the conflict score were classified .as 
having high conflict, and those below the mean were class-
ified as having low conflict. The ambiguity scores were 
classified in a like manner. Those at or above the mean 
were classified as having high ambiguity, and those below 
the mean were classified as having low ambiguity. 
The demographic worksheet in Part I of the question-
naire asked the subject to designate number of active 
years in the profession. This information was used to de -
signate the tenure group of each subject. 
A permission form was also included. This was used 
to obtain permission to look at each subject's attendance 
records for the present school year. In this way, actual 
official absences were obtained. A self-repor t of absences 
was obtained . This information was not necessary due to 
the cooperation of subjects in granting their permission 
for their attendance records to be reviewed . 
Additionally, a cover le:tter and instructions accom-
panied each questionnaire to make certain that all respon-
dents fully understood the questionnaire. 
· Attendance records, by social security number, were 
used to verify absences for a period of approximately 
seven months, August through February. Records covered 
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the school year in which the questionnaire was administer-
ed. Absences were treated as a continuous variable. Tot-
al number of absences was usedo Any vol untary day of 
absence was counted . 
personal-leave days. 
This included sick-leave days and 
Jury duty, workshop attendance, and 
other non-voluntary days were not included. 
Data Analysis 
The purpose of this study was to determine if stress, 
as measured by perceived role conflict and role ambiguity 
and job tenure, is related to absenteeism. Actual absences, 
as recorded from official attendance records, were used. 
Absences were in retrospect fr om the date of the 
questionnaire. Role conflict and role ambiguity, as per-
ceived by the subject, were measured by a seven-point 
scale. Absences covered approximately seven months, in an 
effort to reduce variance by study ing as wide a range of 
time as was feasible. This period of time started from 
the first scheduled work day for the year until the date 
of the study. 
Scores on the role conflict and role ambiguity seven-
point scale were summed individually fo r each subject, 
y ielding two scores per questionnaire: one to measure 
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role conflict, and the other to measure role ambiguity. 
These scores were assigned to a high or a · low group for 
each of the two variables of role conflict and role ambi-
guityo The high group was comprised of those subjects 
whose scores were above the mean of 49 out of a possible 
91 on the conflict variable and a mean of 20 out of a 
possible 70 on the ambiguity score. Those falling below 
the respective means were designated into the low groups 
of each variable. 
Additionally, subjects were divided into three groups 
for job tenure. These groups were comprised of 27 subjects 
in the low tenure group (1-7 years), 27 subjects in the 
medium tenure group (8-14 years) and 21 subjects in the 
high tenure group {14+ years). Only active years in the 
profession were counted. 
1 year to 37 years. 
This span of years ranged from 
Absenteeism was treated as a fixed, continuous vari-
able. 
Two (2) two-way fixed ANOVAS were used to analyze 
the data. One ANOVA was used to study the effects of 
role conflict and job tenure on absenteeism, and a second 
ANOVA was used to determine the effect of role ambiguity 
and job tenure on absenteeism. Subjects in the respective 
cells were unequal. 
The design of the ANOVAS were as follows: 
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Subjects in Table 1 are graphically displayed in 
cells by mean scores on absenteeism. Each cell depicts 
a category corresponding to the data used in computing the 
ANOVA for role conflict and jo~ tenure. 
Table 1 
Mean Number of Absences by 






















Subjects in Table 2, like subjects in Table 1, are 
grouped by mean scores on absenteeism according to job ten-
ure, but Table 2 displays groups according to role ambiguity. 
Perusal of these two tables gives easy a ccess to the 
finding that, generally speaking subjects with high levels 
of either role conflict or role ambiguity tend to have high-
er levels of absenteeism. Accordingly, subj ects with low 
scores on the role conflict and role ambiguity question-
naire tend to have lower rates of absentee ism in general 
than those with higher rates. 
T'able 2 
.Mean Number of Absences by . 























By separately analyzing the variables o f ro le con-
flict and role ambiguity, an effort was made to more close-
ly define a significant relationship between the dependent 
and independent variables. 
In this study as in many psychological experiments, 
a finite, fixed model was used. This model is recommended 
by Ferguson (1976). Main effects were examined as were 
any interactions between the two main effects variables. 
The two main ,ef fee ts for the first ANOVA were role 
conflict and job tenure; and for the second ANOVA, role 
ambiguity and job tenure. 
Due to the results obtained in the two ANOVAS, no 
post hoc test was in order. Job tenure was not significant 
as a main effect~ The interaction between job tenure and 
role ambiguity was not significant. The variable of role 
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conflict, which did show a sign ifica nt main effect , was 
defined in two lev els only , low and h igh. It was clear 
without any further d ifin i tion tha t t h e means were signifi-
cantly different. 
Results 
A significant relationship between role conflict and 
absences was supported by the data. No other main effects 
variable was shown to have a significant effect on absent-
eesim. In addition, no interactions between the main 
effects variables were found to have support in the data. 
Table 3 represents mean number of absences for each 
group by tenure level. The results from the ANOVA appear 
to be uniform for all levels of tenure and show no signif i-
cance, thus resulting in failure to show support for Selye's 
(1956) G. A. S. theory of stress arousal over time. 
Table 3 













Table 4 gives mean number of absences by role con-
f lict score. This table shows a definite trend. Subjects 
with a lower incidence of perceived role conflict show a 
lower incidence of absences than subjects who scored higher 
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_on the questionnaire of perceived role conflict. This 
table lends support to the hypothesis that perceived role 
conflict contributes to absenteeism. 
Table 4 




(n=36) (n=3 9) 
Table 5 depicts mean number of absences by role am-
biguity. While no significant effect was found on this 
variable, there is apparently a trend for those with lower 
levels of perceived role ambiguity as measured by the 
questionnaire to show lower level s of absenteeism. Sub-
jects whose scores were above the mean on the perceived 
role ambiguity questionnaire displayed higher levels of 
absenteeism than those below the mean. 
Table 5 




{n=36) (n=3 9) 
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Table 6 supports the hypothesis that role conflict is 
associated with absenteeism. This hypothesis was found to 
be significant at the ..E < o 05 levelo The role conflict main 
effect resulted in an F-ratio of 4.466, (£ < .038). The 
main effect variable of job tenure resulted in an F-ratio 
of • 354 and showed a significance level of .E. < • 703 .. This 
fails to support the hypothesis that job tenure has a sign-
if icant effect on absenteeism. The interaction between 
role conflict and job tenure resulted in an F-ratio of .360 
with a significance level of E < .. 699. Therefore, no inter-
action effects could be found. 
Table 6 
3 x 2 Fixed Effects MJOVA, with Role Conflict, 








2-way Inter- 6.902 












Table 7 supports the postulation that differences in 
F 
perceived role ambiguity and job tenure are associated with 
absenteeism was not supported. The role ambiguity and job 
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tenure main effects resulted in F-ratios of 3.038 and 
0.245, respectively. The levels of significance were 
£ <a086 for the ambiguity main effect and£< .784 for the 
job tenure main effect. Neither variable was significant 
at the E <.os level of significance. Therefore, support 
for the hypothesis was not found. The interaction between 
the two variables proved insignificant, resulting in an 
F- ratio of .228 and a significance level of that F-ratio 
of .E < 0797. 
Table 7 
3 x 2 Fixed Effects AfJOVA, with Role Ambiguity, 
Job Tenure, and Absenteeism 
Source Sum of Mean Signif i-
Variance Sguares df Sguare F cance of F 
Tenure (T) 4.796 2 2.398 0.245 .784 
Ambiguity (A) 29.779 1 29 . 779 3 .. 038 086 
2-way Inter- 4.473 2 2.236 0.228 .. 797 
action (T x A) 
*E. <oOS 
Table 8 depicts supporting data for the hypothesis of 
1 (b) 0 This hypothesis states that subjects with low job 
tenure and subjects with high job tenure would have a 
significantly higher incidence of perceived role conflict 
than subjects in the medium tenure group. This hypothesis 
39 
failed to be supported by the data. Means used in this 
ANOVA were taken from the scores on the questionnaire on 
the role conflict variables. These means depict the 
following categories: low tenure, 49.07; medium tenure, 

















Job tenure showed no significant effects. 
Signif i-
cance of F 
.688 
The main 
effect of tenure level resulted in an F-ratio o f .367 and 
a s i gn if i can c e of 12. < • 6 B 8 .. 
In Table 9 the main effect of perceived role ambiguity 
in relationship to job tenure were not signi ficant. Table 
9, using the mean scores derived from the questionnaire on 
role ambiguity, resulted in the following means~ 20.26 
for the low tenured group, 20.89 for the medium tenured 
group, and 21.2 4 for the high tenured group. These means 
failed to support the hypothesis 2(b) that s ubjects with 
low job tenure and subjects with high job tenure would 
have significantly higher role ambiguity than subjects in 
the medium tenured groupo 
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Table 9 









cance of F 
Tenure 12 .. 019 2 6.009 .059 .943 
Role ambiguity as illustrated in Table 9 failed to be 
significant at the E < .05 level as predicted. The main 
effect resulted in an F-ratio of .059 and significance 
level of .943 .. 
Figures 1 and 2 show the plotted means for each level 
of role conflict and job tenure by absenteeism and role 
ambiguity and. job tenure by absenteeism 1 respectively. 
Figure 1 represents the results from Table l~ role con-
flict and job tenure by absence. Table 2 is plotted in 
Figure 2 to show the results of job tenure, role ambiguity, 
and absenteeismo 
These plotted results aid in the interpretation of 
the no interaction findings. While there are no inter-
action effects in either figure, both figures graphically 
depict that the groups with high conflict and high ambigui-
ty levels fall above all groups with low conflict and low 
ambiguity. These figures are in lieu of the unnecessary 
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Figure 2. Mean number of absences by role ambiguity and 
job tenure. 
Discussion 
The hypothesis that differences in absenteeism would 
be associated with differences in perceived role conflict 
was supported$ The results clearly indicate that those 
persons who were classified in the high conflict group 
were significantly more likely to have higher levels of 
absenteeism. While conflict is the only tested variable 
that proved significant in relationship to absenteeism, 
other variables showed a definite trend in that direction. 
Evidently, it is safe to say that perceived role con-
flict and absenteeism show a definite relationship due to 
a .038 level of significance.. There was no significant 
difference found between subjects in the high ambiguity 
and subjects in the low ambiguity group in terms of absen-
tee ism .. However, there is a definite trend which indicates 
that these subjects also show increases in absenteeism as 
perceived role ambiguity increases. These findings fell 
slightly short of the £ < .05 level of significance but did 
have a£< .086 level of significance. This finding may be 
a result of the small number of subjects per cell. Per-
haps if cell sizes were extended to include larger numbers 
of subjects the findings would prove significant o An 
additional cause of this result may be due to the fact 
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that. subjects in the study displayed very low levels of 
perceived role ambiguity as evidenced in the overall mean 
of 20 out of a possible 70 on the questionnaire . This 
mean score indicates that subjects felt that they did not 
in fact experience role ambiguity in their job.. The aver-
age rating for ambiguity was a 2 , very false, as defined 
by the questionnaire. 
It is interesting that job tenure appeared to have 
little or no effect on absenteeism. These data failed to 
support Selye's (1956) G. A. S. theory of reaction ~ 
The data as previously stated support the finding 
that high perceived role conflict leads to higher rates of 
absenteeism than low role conflict intensityo This would 
indicate that role conflict is indeed a highly stressful 
state in that it contributes in the desire of the indivi-
dual to withdraw from the noxious state precipitated by 
role conflict by being absent from work. This finding 
lends further support to studies by Kahn et al. (1964), 
Lyon (1971), House and Rizzo (1972), Ivancevich and Donnelly 
(1974) , and Organ and Green (1974) that high perceived role 
conflict results in myriad adverse work related outcomes. 
On the other hand 1 data from this study tend to re-
fute findings that stress does not lead to withdrawal be-
havior on the part of the respondent (Nicholson, Brown, & 
Chadwick-Jonesf 1976). Other studies previously cited con-
clude, _like the present study, that a relationship does 
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indeed exist between the two variables of absenteeism and 
role conflict (Talacchi, 1960; Hulin, 1968; Waters & Roach, 
1971). 
Role ambiguity, unlike role conflict, failed to sup-
port the hypothesis that it would significantly affect 
absenteeismo The fact that a trend is displayed in the 
data leaves open the possibility that the job position of 
the subjects screened may be affected by the hierarchical 
structure of the organization to which they are members. 
This could have a possible moderating effect of the role 
ambiguity variable (Hamner & Tosi, 1974; Brief & Aldag, 
1976; Drory, 1981; Szilagyi, 1977; Szilagyi, Sims & Keller, 
1976) . 
Obviously, the effect of job tenure on absenteeism 
did not prove significant in this study. It is possible 
that if the personality factor of the respondents were 
measured, a significant difference would be found. The 
personality factor nay influence who remains in the pro-
fession and who withdraws. Those subjects who learn to 
cope with stress early in their careers are more likely to 
remain .. Previous research indicates that personality var-
iables may play an important part in the reaction of sub-
jects to environmental stress (Ivanevich & Donnelly, 1974; 
Lyons, 1971; Kyracou & Sutcliffe, 1978; Kahn et al., 
1964). 
Respondents defined by this study to have low stress 
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levels also show a trend towards decreasing rates of absent-
eeism. This may be due to the personality of the subjects 
rather than job tenure. Subjects who make adjustments to 
stress may do so early in their career and this adjust-
ment may last throughout their career. 
The mean rate for absences for the high tenured/low 
conflict group of 1.89 was greatly different from the 3.15 
and 3.25 means found in the low tenure/low conflict and the 
medium tenure/low conflict groups, respectivelyo This 
downward trend was also evidenced in the means of the low 
ambiguity subjects. This trend was slightly less divergent 
from the other two groups than for the the conflict scores. 
It may be found upon further research that the coping 
mechanisms employed by these subjects decreased stress due 
to the personal~ty variables and thus absenteeism was de-
creased. 
Conclusions 
Clearly, role conflict intensit~ levels affect the 
degree of absenteeism experienced by the individual. 
This may be a result of the fact that role conflict has 
been found to affect low level job positionsG While the 
subjects of this study are considered professionals, with 
college degrees, they are none the less at the lowest lev-
el position in the organizational structure. This fact 
appears to have contributed to the findings that role con-
flict and absenteeism are related for this particular 
group of subjects. It also appears to confirm that if 
organizations are able to find ways to decrease or reduce 
role conflict, especially for their lower level jobs, 
absenteeism would likewise decrease. 
Since role conflict is an area where improvement is 
possible, organizations hopefully can moderate absenteeism 
within the organization. This would be possible by close-
ly examining the position of job incumbents in relation-
ship to the structure of the job and also by looking at 
supervisors. Supervisors may precipitate stress in in-
dividuals (Kaplan, 1959). 
These findings indicate that it would be worthwhile 
for organizations to take steps to ident~fy persons who 
47 
48 
are subject to ~ale conflict and the particular type of 
supervisor ·that they work under. Training supervisors to 
minimize role conflict for all e rnploJees could greatly 
alleviate the problem of absenteeism as well. 
It would be unwise to completely dismiss the findings 
regarding role ambiguity in this study. The prevailing 
trend indicates a realtionship to some degree between per-
ceived role ambiguity and absenteeism. Role ambiguity 
may have failed to reach significance i n this study due to 
the effect that subjects in this study fall somewhere in 
a gray area between being a professional but lacking in 
the ability to greatly contribute to the decis~on making 
process of the organization. 
Job tenure which failed to be significant, likewise, 
cannot be totally dismissed. It appears that subjects 
with low conflict who have remained with the organization 
for an extended period of time have greatly decreased their 
absences. This condition should be further examined in a n 
effort to determine what particular aspect of low conflict 






Social Security Number 
--~~~~---~~~~~--~~-
Sex: F M 
School 
Number of years in profession (active) 
Number of years at present school 
Number of absences since first work day this school year 
1981-82 
Number of absences by category: 
ILLNESSES: 
Personal 
Member of Family 
DEATH OF FAMILY MEMBER 
DOCTOR 1 S APPOINTMENT 
MENTAL HEALTH DAY 
PERSONAL REASON -
(other than illness) 
OTHER 
Specify: 
TOTAL NUMBER OF DAY ABSENT -----
I HEREBY GIVE MY PERMISSION TO HAVE MY PERSONNEL RECORDS 





FOR EACH ITEM STATEMENT PRESENTED BELOW , PLEASE INDICATE THE 
DEGREE TO WHICH THE ST'ATEMENT DESCRIBES YOUR PRESENT CONDITIONS 
AS AN EMPLOYEE .. (Please circle appropriate number) o 
Statement Very Partly Not Partly Very 
True True True Sure False False False 
lo I feel certain a-
bout how much 
authority I have 7 
2o Clearq planned goals 
and objectives for 
6 
my j o b .. 7 6 
3o I have to do things that 
should be done 
diff,erently.. 7 6 
4o Lack of policies and 
guidelines to help 
me. 7 
So I am able to act the 
same regardless of 
the group I am 
with. 7 
60 I work under in-
compa~ible policies 
and guidelines. 7 
7o I know that I have 
divided my time 
properly. 7 
80 I receive an assign-
ment without the 
manpower to 
complete it ... 
























4 3 2 1 
4 3 2 1 
4 3 2 1 
4 3 2 1 
4 3 2, 1 
4 3 2 1 
4 3 1 l 
4 3 2 1 
4 3 2 1 
4 3 2 1 
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Very Partly Not Partly Very 
Statement True True True Sure False False False 
11-> I have to buck a 
a rule or guideline 
in order to carry out 
an assigrunent 7 6 5 4 3 2 1 
12. I have to "feel" 
my way in performing 
my duties. 7 6 5 4 3 2 1 
l3o I feel certain how 
I will be evaluated 
for a raise or 
promotion. 7 6 5 4 3 2 1 
14 .. I have just the 
right amount of 
work to do. 7 6 5 4 3 2 1 
lSo I work with two or 
more groups who 
operate quite 
differently. 7 6 5 4 3 2 1 
16 .. I know exactly what 
is expected of 
me. 7 6 5 4 3 2 1 
l? o I receiv,e incompatible 
requests from two or 
more people. 7 6 5 4 3 2 1 
lB .. I do things that are 
apt to be accepted by 
one person and not 
accepted by 
others. 7 6 5 4 3 2 1 
19. I receive an assign-
ment without adequate 
resources and 
materials to execute 
it. 7 6 5 4 3 2 1 
20. Explanation is 
clear of what has 
to be done .. 7 6 5 4 3 2 1 
53 
Very Partly Not Partly Very 
St a te;rne.nt True True True Sure False False .. False 
21., I mrk on 
unnecesaary 
things .. 7 6 5 4 3 2 1 




orders 7 6 5 4 3 2 1 
23. I perform 
work that 
suits my 
values. 7 6 5 4 3 2 1 
24. I do not know if 
my work will be 
acceptable to 
my boss. 7 6 5 4 3 2 1 
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